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There are few empirical studies, however, that directly analyzed the relationship between training and retirement (e.g., Stenberg et al., 2012; Picchio and Van Ours, 2013) . These studies found mixed results. Stenberg et al. (2012) found no relationship between training and retirement, while Picchio and Van Ours (2013) found that firm-provided training significantly increases future employment prospects of older workers. Stenberg et al. (2012) and Picchio and Van Ours (2013) , however, have in common that they measure the effects of actual training participation of individual employees on their retirement behavior. These studies see retirement primarily as an individual labor supply decision, but neglect the role of firms' training provision. This is surprising, since the impact of employer policies on employee retirement decisions is well established (e.g., Johnson and Neumark, 1996; Dorn and Sousa-Poza, 2010) . One of the few studies to consider the role of employers is Herrbach et al. (2009) , who used survey data on the availability of particular types of training from a sample of late-career managers to estimate the effect of training availability on the timing of retirement. Consistent with the results of Picchio and Van Ours (2013) , these authors found that training access significantly increases the retirement age. 3 In this study, we investigate whether training access in organizations, as reported by the employer, is related to the expected retirement age of their employees. We draw on employerprovided measures of provision of training access. We build on two linked employer-employee surveys conducted in April 2012 in the Dutch public and privatized sector. 4 The employer survey is specifically designed to collect detailed information on organizations' HR practices targeted at older workers, and includes several measures of the extent to which the employer stimulates training 4 participation. 5 The employee survey elicits respondents' expected retirement age, in addition to detailed questions on employees' job tasks, actual training participation, and personality traits.
We show that employees in organizations that provide more training access to older workers expect to retire at a significantly later age than those who are employed in organizations that provide little or no access to training. A one-standard deviation increase in the provision of training access is associated with approximately 1.1 to 3.0 months later retirement. When we compare the size of this correlation to the impact of major pension reforms on expected retirement age, it becomes clear that training access is of great economic importance. For example, De find that an announced increase in the Dutch statutory retirement age by one year increased the expected retirement age by only 3.9 months. Interestingly, for other HR practices targeted at older workers but that are unrelated to training, we find no significant relationship with employee retirement age expectations. Robustness analyses further indicate that the relationship between training access and expected retirement age is unlikely to be driven by reverse causality, self-selection, or organizational characteristics.
This study builds on the existing literature in two ways. First, rather than analyzing the effects of actual training participation on retirement behavior, we complement previous retirement studies by integrating matched employee and employer data on employer-provided training access and employee retirement expectations into one framework. Since we measure training access in an employer survey, it is less likely to be confounded by employee characteristics and skill needs than in studies that measure training access in employee surveys. The richness of our data further allows us to test the robustness of our findings to alternative model specifications (such as the inclusion of firm-specific random effects), as well as to the inclusion of additional control variables that, among others, capture differences in the financial situation of firms, the role of other HR practices in firms that offer training, and self-selection of highly motivated workers into organizations with ample training facilities.
5 Note that these measures capture firm characteristics, and do not necessarily mean that the respondents employed in the firms that offer training access actually participate in training.
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Second, we provide insight into potential mechanisms that drive the positive relation between having training access and expected retirement age. We consider whether the relationship between training access and retirement expectations is driven by employees' actual training participation but find no evidence for this. Employees in organizations that offer training access to all their older workers indeed participate in training more often and expect to retire later. However, the positive relationship between training access and expected retirement age remains when we control for workers' training participation. This indicates that access to training may have positive effects on the timing of retirement, even if employees do not actually participate in training.
We show that the relationship between training access and the expected retirement age is driven by employees' positively reciprocal inclinations. Accordingly, we contribute to the growing literature that predicts that reciprocity is a key driver of human motivation and labor market outcomes (Akerlof, 1982; Pereira et al., 2006; Bowles, 2008) . Numerous empirical studies have used a giftexchange framework to stress the importance of reciprocity, and find that positively reciprocal employees increase their efforts above the required level when treated generously by their employers (e.g., Fehr et al., 1993; Fehr et al., 1998; Charness, 2000 Brown et al., 2004 Bellemare and Shearer, 2009; Cohn et al., 2009; Kube et al., 2012) . The role of reciprocal behavior by employees in relation to the human capital investments by their employer, however, is a relatively unexplored topic. A notable exception is Leuven et al. (2005) , who applied a gift-exchange framework to explain why employers are willing to provide both firm-specific and general training to their employees. Their argument is similar to that of the efficiency-wage literature, which predicts that higher effort levels can be achieved when employers pay wages above the market-clearing wage (Akerlof, 1982) .
Training improves employees' individual knowledge, skills, and productivity. When employers are willing to offer opportunities for general and firm-specific training, employees may perceive this offer as good treatment that signals attention and recognition by the employer, to which they positively reciprocate by providing greater effort and higher commitment (Barrett and O'Connell, 2001 ).
Employees may alternatively show their appreciation by signaling that they are willing to postpone their retirement. Delaying retirement can be beneficial to employers, as this allows them to reap the 6 benefits of investments in the human capital of their current employees for a longer period. Our findings thus show that the provision of training access not only improves the skills and productivity of employees, but it also has major positive behavioral consequences on the willingness to delay retirement. Providing training access could therefore be a useful alternative policy instrument to increase labor-force participation by older workers, and may even help to partially counter the negative effects that pension reforms have on employee motivation.
The remainder of this paper proceeds as follows. Section 2 describes the data, provides descriptive statistics, and sets forth information on the representativeness of the estimation sample.
Section 3 presents the results, and Section 4 concludes.
Data

Data description
We use matched employer-employee survey data on the Dutch public and privatized sectors, collected in April 2012 (the ROA Public Sector Survey 2012), to examine the relationship between provision of organizational training access reported by employers and the expected retirement age of their employees. The survey data are matched to administrative data from the Dutch pension fund for public sector employees (ABP), which contains information on the number of contribution years to the pension fund, the number of working hours, and the specific industry sector in which the respondents are employed: public administration, education, or privatized organizations (such as public transport companies and oil and gas exploration companies).
The employee survey data were collected in two stages. In the first stage, a representative, randomly selected sample of 57,350 public sector employees born between 1946 and 1975 was contacted in the spring of 2012 by ABP via regular post. They were asked to provide their e-mail addresses for an online survey on retirement-related issues. In the second stage, in the first week of April 2012, we sent an e-mail containing the link to our web-based survey to the 12,600 employees who had provided their e-mail addresses. This employee survey contained detailed questions on retirement expectations, sources of income after retirement, job characteristics, and a battery of questions to measure employee personality. Some 6,200 individuals completed the questionnaire.
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For the employer survey, we sent an e-mail in April 2012 to all 2,500 employers in the public and privatized sectors with a link to the web-based survey. 7 This employer survey included detailed questions on training and HR practices. The e-mail was sent to HR-advisors, HR-managers and managing directors who are responsible for HR practices and all retirement related issues within their organizations. The survey was answered by 783 employers.
In total, we were able to match the survey data of 1,337 employees to the answers of 363 employers. Because of non-response to questions that are relevant to our analyses, we base our estimation sample on 845 employees matched to 284 employers. Although the largest industry sectors tend to be over-represented and the smaller sectors tend to be under-represented, the overall distribution in our estimation sample of workers across sectors looks rather similar to that in the representative sample of workers (see Appendix A). Moreover, the employees matched to their employers are similar to those for whom no match is available. 8 6 Our data set does not include information on actual retirement behavior. To our knowledge, however, there exists no data set that provides matched information on training access as reported by employers, actual training behavior, as well as actual retirement behavior of employees.
7 The e-mail addresses were provided by ABP, which has detailed contact information for each employer, due to its role as the public sector's pension fund.
8 T-statistics for the differences in organizational characteristics between employers with and without a match to their employees are presented in Table B3 , in Appendix B. The table shows that most differences in the variable means between both groups are statistically insignificant. Employers whose answers can be matched to the answers of their employee, however, have a higher percentage of highly educated workers than those without a match. Further, they report more often that their organization is financially sound, but also report a higher likelihood that their organization must cut expenses in the coming five years. 8
Measurement and descriptive statistics 2.2.1 Main variables
Our main interest lies in investigating how employees' retirement expectations are related to the training access provided by their employer. Earlier studies that used survey questions to directly measure expectations show that this measure may be a good predictor for actual retirement behavior (Keane and Runkle, 1990; Das et al., 1999; Dominitz, 2001; Stephens Jr., 2004; Hurd, 2009 Working hours policies (e.g., reduction of working hours for older workers); and 5) Retirement policies (e.g., phased retirement). We then standardized these measures of HR practices to mean 0 and standard deviation 1. Training access is the key variable of interest in our analysis, and other HR 9 Few studies have focused on retirement and pension expectations. These studies show that expectations are strongly related to retirement decisions, but also provide mixed evidence on the ability of workers to assess financial decisions (Duflo and Saez, 2003; Benitez-Silva and Dwyer, 2005; Chan and Stevens, 2008; Liebman and Luttmer, 2011; Van Rooij et al., 2011 . Montizaan et al. (2010) , however, provide evidence that Dutch public sector employees are well informed about their pension rights and the implications of the changes in the pension system in the past decades for their pension benefits and timing of retirement. We also performed control analyses in which we used the underlying items of our training indicator and find that our main results hold for both items. 12 Research shows that personality traits and job tasks (Görlitz and Tamm, 2012) are important determinants of willingness to train and actual training participation. 13 The exact wordings of these questions were: "Did you participate in the past year or are you currently participating in a training course? Please disregard hobby training courses." and "In how many training courses did you participate in the past year (including those in which you currently participate)?" answered these questions on a five-point Likert scale ranging from 1 strongly disagree to 5 strongly agree.
The survey questions on personal characteristics and personality include, among others, education level, marital status, job engagement and the "Big Five" personality traits: openness to experience, conscientiousness, extraversion, agreeableness, and neuroticism. 14 The traits are derived from the abbreviated 15-item Big Five validated by Furnham et al. (2003) and McManus and Furnham (2006) , which includes three items for each personality trait. We constructed the Big Five personality traits by taking the average score of the items belonging to each personality trait. Job engagement measures the extent to which employees are fully involved in, and enthusiastic about, their job, and is based on the short form of the Utrecht Work Engagement Scale (UWES), which has been used and validated extensively (see, e.g., Schaufeli et al., 2002) .
Finally, we identify the various job tasks performed by employees by means of 18 questions from the Princeton Data Improvement Initiative (PDII), also used in Autor and Handel (2013) . Table B2 of Appendix B presents the observable characteristics of employees in our sample.
Descriptive statistics
Employees in our estimation sample expect, on average, to retire at the age of 65 and two months.
Figure 1, however, shows that there are strong peaks in retirement expectations that concentrate around the eligibility ages for the state old age pension. 15 Approximately 28% expect to retire at age 14 The Big Five personality traits are five broad domains or dimensions of personality used in psychology to provide a comprehensive description of human personality; they are based on the Five Factor model (Goldberg, 1992) . These Big Five personality traits are assumed to account for the basic traits in personality without overlap between traits.
65, 13% at age 66 and 26% at age 67. There is also a sizable group (28%) of employees who expect to retire well before age 65. Conversely, the group of workers who expect to continue working after the eligibly age for the state old age pension is relatively small (5%). Table B2 further shows that 61% of the employees in our sample participated in a training course in the past year. They, on average, participated in 1.41 training courses. Employees are most willing to train to improve their skills for their current job, while they are relatively unwilling to participate in a course aimed at improving their skills to climb to a higher position in their organization. Finally the table shows that 62% of our estimation sample is male, 84% is married, 23%
is aged between 45 and 54 years, 69% is between 55 and 64 years old, and 72% of the employees are highly educated (higher vocational education or university degree), which reflects the fact that these workers are over-represented in the public sector. 
Empirical strategy
To identify and quantify the relationship between training access and expected retirement age, we use ordered probit regressions that take the following form:
where Y ij stands for the expected retirement age of individual i in firm j, TA j represents the training access in firm j, X ij is a vector of individual control variables, V j is a vector of firm-specific control variables, and e i is the error term. V j includes four indicators that measure the extent to which other HR practices focusing on older workers are applied by the employer. X ij includes employee age, second pillar refers to the supplementary earnings-related pension. This is a defined-benefit type of pension for employees organized at the sector or firm level. This pension can also be used to retire early, before the eligibility age for the state pension. The third pillar includes all voluntarily built-up savings that are in addition to the first two pillars. Due to the well-established first two pillars of the Dutch pension system, the third pillar is less developed in the Netherlands than in other countries. 16 Reassuringly, the proportion of highly educated workers in our sample is consistent with that in other datasets, such as the Dutch Labor Supply Panel. education level, 17 sector dummies, contractual working hours, wage, tenure, gender, marital status, personality characteristics, and job tasks of the individual employees. The coefficients , ,  and , are to be estimated together with the cut-points  1 , …,  K , where K represents the number of potential answers to the expected age of retirement question.
We use ordered probit regressions to address the fact that employee retirement expectations are concentrated at specific ages. Since there are multiple employee observations for a large number of organizations, we use a clustered sandwich estimator to allow for intragroup correlation on the organizational level (Rogers, 1993 : Wooldridge, 2002 . In a robustness analysis, we also estimate a hierarchical linear model with an additional random effect to account for unobserved heterogeneity on the organizational level. Table 1 presents the ordered probit estimation results of a base specification in which we relate the extent of training access in an organization to employee retirement expectations. We control for personal characteristics and the four other HR practices targeted toward older workers (Column 1).
Results
Main results
The estimation results show that employee expected age of retirement is positively related to the organization's training access provision: A one standard deviation increase in the extent of training access is associated with a 1.1-month higher expected retirement age. 18, 19, 20 This relationship may 17 One education dummy that measures whether employees completed education at a lower level, and one education dummy that measures whether employees completed higher vocational education or achieved a university degree.
18 This effect is especially large among high-educated employees. The marginal effect for the interaction between the firm's training policy and the dummy for high education equals 0.203 (not shown in table).
19 Figure 2 shows the Kernel distribution of expected retirement ages for employees who work in organizations that provide above-and below-median training access. The figure suggests that the provision of training access shifts the whole distribution of the expected retirement age to the right. 20 We also performed the same analysis using the underlying items of our training access indicator. We find a significant coefficient of the item "extra education or training participation" of 0.103 with s.e. 0.046, while the 13 appear to be small at first instance, but when we compare the size of this correlation to the impact of a major Dutch pension reform on expected retirement age, it becomes clear that training access is of great economic importance. De found that an announced increase in the Dutch statutory retirement age of one year increases expected retirement age by only 3.9 months.
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With respect to the four other HR practices targeted at older workers, we find no significant relationship with employee retirement age expectations. Table 1 further presents the results of analyses in which we subsequently add the Big Five personality traits (Column 2), along with 18 job task indicators (Column 3). These variables are added because employees' personalities and the tasks they perform on the job could confound the relationship between having training access and employee retirement expectations. 22 The marginal effect of our training access indicator on expected retirement age hardly changes and remains statistically significant. We find that both conscientiousness and neuroticism are negatively related to expected retirement age.
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coefficient of the item "training aimed at rethinking retirement and the professional career" is 0.035 with s.e. 0.025. 21 Other studies, which focused on the effects of actual pension reforms, or used simulation studies, found similar results. Mastrobuoni (2009) found that a rise in the eligibility age for retirement in the U.S. by two months in 2003 postponed the actual retirement age only 1 month. Fields and Mitchell (1984) and Steinmeier (1985, 2005) simulate that a rise in the eligibility age in the U.S. with two years leads to a two-month increase in the retirement age. Van Erp and De Hek (2009) simulated that a one-year increase in the eligibility age of the state old-age pension in the Netherlands leads to a one-month increase in the retirement age. 22 Previous studies have found a strong, direct relationship between job characteristics, such as high physical demands, repetitive working conditions, and early retirement (Filer and Petri, 1988) . By controlling for the main job tasks, we reduce the likelihood that job characteristics, such as the time that employees perform tasks from which they can learn, which is likely to be positively correlated to training access and the expected retirement age, are driving our results.
23 Hurd et al. (2012) showed that conscientious people are better financially prepared for retirement, while Robinson et al. (2010) found that neurotic individuals more often report 'negative circumstantial motives' for retirement. 14 3.2 Why is there a positive impact from training policies on expected retirement age?
The above-described results show that employees of organizations that provide more training access expect to retire later than those who work in organizations that do not provide training access to their employees. The question is what are the mechanisms behind this relationship? We will here test the relevance of two possible mechanisms. One explanation for the positive impact of training policies on expected retirement age may be that training access directly affects a worker's participation in training, while these human capital investments in turn influence employee labor productivity and wages, thereby increasing the opportunity costs of early retirement. However, employees may also perceive the provision of training access as an investment by their employer in the work relationship.
It is therefore important to: 1) disentangle the role of training access from the influence of actual employee training participation, and 2) establish to what extent an employee's appreciation of their employer's training access policy induces them to positively respond by increasing their effort and/or retiring later (Barrett and O'Connell, 2001 ). Table 2 shows the results of a multinomial logistic regression where we relate training access for older workers offered by the firm to employees' actual participation in training. The dependent variable is based on the survey questions on whether the employee participated in a training course last year, who took the initiative for the training and the extent to which the skills learned were transferable to other employers. It is coded 0 when employees participated in no training course, 1 when employees received a firm-specific training course (employees replied with a score of 3 or below to the question on whether the knowledge is transferable) without any initiative from their employer, 2 when they participated in a firm-specific training course with support of their employer (either they report that their employer took the initiative or that both took the initiative), 3 when they received a general training course without the support of their employer (employees replied with a score of 4 or 5 to the question on whether the knowledge is transferable), and 4 when they received a general training course with support from the employer.
Actual training participation
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The table shows that employees in organizations with strongly developed training policies indeed more often participate in general training courses with support from their employer, while access to training for older workers is not significantly related to worker participation in firm-specific training. A one-standard deviation increase in the training access indicator is associated with a 3.6%
higher likelihood of participating in general training with support of the employer. Hence, it is possible that the positive relationship between training access and expected retirement age runs through the actual participation in general training.
We therefore re-estimate the specification in Column 3 of Table 1 , in which we control for actual training participation and the number of training courses. From Table 2 , we observe that the correlation between the training access indicator and expected retirement age is robust to the inclusion of individual training participation. 24 Actual individual training incidence is not significantly related to the timing of retirement, which can be explained by the fact that the training decision is highly endogenous with respect to both the motivation and the job tasks of individual employees, which are already controlled for in the model. The correlation between number of training courses and expected retirement age is statistically significant, but small. One additional training course leads to a 0.7-month higher expected retirement age.
Positive reciprocity
The above results thus suggest that providing training access to older workers within organizations may induce later retirement, beyond workers' actual training participation. A possible explanation for this finding is that the positive correlation between the organization's training policies and the individual expected retirement age is driven by employees' positive reciprocal inclinations. This conjecture is based on abundant evidence provided by experimentalists and psychologists, who
showed that reciprocity is a key driver of human motivation and labor market outcomes (see, e.g., 24 We also estimate the model including dummy variables, indicating the specific type of individual training participation (general or firm-specific with or without support of the employer). The results are robust to using these alternative measures.
16 Akerlof, 1982; Bowles, 2008) . In particular, Leuven et al. (2005) showed that positive reciprocal inclinations of employees are critical to explaining why employers are willing to provide firm-specific as well as general training to their employees. 25 Their argument is that training positively affects the knowledge, skills and productivity of individual employees, who may therefore perceive the willingness of their employer to offer training opportunities and to pay for both firm-specific and general training as a gift, or as a signal of attention and recognition by the employer, for which they first take the arithmetic average of a respondent's answers to these three questions, and compute the sample median value. Our measure of positive reciprocity equals 1 for respondents whose score is above the median, 0 otherwise. 27 Table 4 shows the estimation results of an ordered probit regression with the interaction term between the positive reciprocity indicator and training access; this shows a statistically significant positive interaction effect between positive reciprocity and training access. 28 Positive reciprocal employees within organizations with unlimited training access expect to retire 3 months later than positively reciprocal employees who work in organizations which do not offer any training opportunities to their older employees, and 1.5 months later than non-positive reciprocal employees who work in organizations with training access. This suggests that the positive relationship between training access and expected retirement age is indeed stronger for employees with strongly positively reciprocal inclinations. 
Robustness
While the results in Tables 1-4 highlight the importance of giving training access to older workers as a potential motivating stimulus for later retirement, the relevance of the finding may be limited 27 We also perform interaction analyses with the arithmetic average of a respondent's answers to the three reciprocity questions, and find similar results. 28 We find similar results when we use the underlying items of our training access indicator. We find a significant coefficient of the interaction term positive reciprocity and a dummy indicator which indicates whether employers provided "extra education or training participation" (coefficient 0.431 with s.e. 149), as well as a significant coefficient of the interaction with "training aimed at rethinking retirement and the professional career" (coefficient 0.450 with s.e. 0.161). 29 We also perform an ordered probit regression with the interaction term between the positive reciprocity indicator and training access on the quit intentions of the younger employees in our sample (employees below the median age in the sample). Quit intentions are measured by the survey question Are you presently searching for a new job, or did you search for a new job in the past year? Consistent with our estimations on expected retirement age, we find that positively reciprocal employees who work in organizations that provide training access are less likely to quit (coefficient of the interaction effect is -0.404 with s.e. 0.213). We do not find this result for older employees, which can be explained by the fact that the quit rate of this group is much lower.
because of self-selection of highly educated and motivated employees into organizations with attractive training policy-practices, or by the fact that organizations' training policies are endogenous.
First, the estimation results could reflect self-selection of highly educated and motivated employees into organizations with attractive training policy-practices, leading to both a higher average retirement age and prevalence of training policies within these organizations. Column 1 of Table 5 shows ordered probit estimation results of the specification used in Column 3 of Table 1 , in which several variables are added to control for the education level within firms and motivation of the employees. 30 We here include the percentage of highly educated employees in the organization as reported by the employer, individual willingness to train, and job engagement. The latter two variables measure the extent to which employees are involved in and motivated for their work (Schaufeli et al., 2002) . The inclusion of these control variables slightly reduces the marginal effect of the firm's training access indicator, but it remains statistically significant. As expected, we find that both employee willingness to train for their current job and their willingness to train for a new job are positively related to expected retirement age. The percentage of highly educated employees and the willingness to train to advance in the organization are, however, not statistically significantly correlated with the timing of retirement.
Second, one could conjecture that giving training access to the workforce and individual retirement expectations are simultaneously influenced by the productivity of the workforce within an organization. Bartel and Sicherman (1993) showed that retirement age and on-the-job training are positively correlated with exposure to gradual technical change and productivity growth. In the estimation in Column 2 of Table 5 , we control for self-assessed individual productivity growth. This variable is based on the following question in the employee survey: Suppose your productivity equaled 100 one year ago. How would you then assess your productivity at this moment? Smaller 30 All additional control analyses were also performed on the model with the interaction term between positive reciprocity and training access as reported in Table 4 . The significant interaction effect of training access and positive reciprocity on expected retirement age remains, even when we include all the control variables reported in Table 5 .
than 100 means less productive and larger than 100 means more productive. Further, since bad health often increases the likelihood of early retirement, we also include a self-assessed measure of employee health and the number of sick days in the past year. However, the negative correlation between training access offered by the firm and the expected retirement age of its employees remains unaffected when we include these individual productivity growth and health indicators.
Third, it could be that organizations that offer training access for older workers are able do so because of better financial conditions, the presence of a more active personnel department, or other unobserved organizational characteristics. To address these issues, we added several variables that measure the financial condition of the organization and that provide information on the overall HR management of the organization. Further, we estimate a hierarchical linear model with a random effect that accounts for unobserved heterogeneity at the organizational level. Columns 3-5 of Table 5 show that our results are robust to inclusion of these controls for financial conditions, overall HR management as well as time invariant unobserved characteristics of the organizations. 32 The size of the marginal effect of offering training 31 Table B3 in Appendix B describes and shows descriptive statistics for these 11 HR indicators.
32 Postponing retirement can be considered as a positive reciprocal action by the employee only when their employers are also willing to keep them to a higher age. We therefore separately estimate the ordered probit regression with the interaction terms between the positive reciprocity indicator and training access for employees who work in organizations that are financially sound or did not experience a reduction in their workforce in the past year, and those who are employed by organizations with financial difficulties or which had to reduce their workforce. Reassuringly, we find that the interaction effect between training access and positive reciprocity is large and statistically significant in the regressions for employees of organizations that are in good financial condition (coefficient 0.254 with s.e. 0.103) or did not experience a reduction in the workforce (coefficient 0.390 with s.e. 0.189), while there is no significant interaction effect for employees of organizations 20 access to older workers on expected retirement age increases slightly to 0.127 when we control for overall HR management of the organization and to 0.236 when the organization random effect is included. This suggests that organizations that offer training access to their older workforce have unobserved characteristics that induce early retirement, which leads to underestimation of the relationship between offering training access and expected retirement age.
Finally, we test whether our results are due to reverse causality. It is unlikely that reverse causality would play an important role in our previous estimations, due to the fact that we link training access reported by employers to the individual retirement expectations of the employees in our estimation sample. Nevertheless, it could be the case that the individual expected retirement age is higher due to the fact that employees in certain organizations retire, on average, later than in other organizations. In turn, we could then expect that organizations with a late average retirement age are more willing to design training policies for their older employees. We therefore conducted two tests to establish whether reverse causality biases our estimation results. For the first test, we use administrative data on actual retirement behavior of male public sector workers born in 1949 or 1950. 33 The data were collected from the Dutch pension fund in 2013 for all male public sector employees in these two respective birth cohorts, with the advantage that the great majority of the men in this data set is already retired or currently retiring. For each organization, we calculate the percentage of employees who were born in 1950, the percentage of employees born in 1949 or 1950 who are currently retired, and their average retirement age. We subsequently match these organizational indicators on actual retirement behavior to our data set and add them as additional control variables in our estimations. In case of reverse causality, we would expect that the inclusion of with financial difficulties (coefficient 0.044 with s.e. 0.324) or which experienced a reduction of the workforce (coefficient 0.130 with s.e. 0.134). These results therefore suggest that positively reciprocal employees expect to retire later only when their employer is also more likely to be willing to keep them to a later age. 33 These data are part of a panel database used in other studies to measure the effects of a major pension reform in the Dutch public sector that occurred in 2006 (e.g., Montizaan et al., 2010; and Montizaan and Vendrik, 2014) . We do not have administrative information on actual retirement behavior for other birth cohorts.
the organizational average retirement age of these cohorts should diminish the marginal effect of the training access indicator. The estimation results in Column 1 of Table 6 show that the coefficients of the percentage of a firm's employees born in 1949 and 1950 who are currently retired and the firm's average retirement age of these two cohorts have the right sign, but are statistically insignificant.
More importantly, however, inclusion of these variables does not affect our conclusion on the relation between training access and expected retirement.
In the second test, we include the average expected retirement age of colleagues within the same organization as an additional control variable in our model. In our survey, 738 employees work in an organization in which more than one employee responded to the employee survey. These employees have a median number of four colleagues for whom we observe an expected retirement age. Again, in case of reverse causality, we would expect that the inclusion of the average expected retirement age of colleagues should diminish the marginal effect of the training access indicator. The estimation results in Column 2 of Table 6 show that the expected retirement age of workers is also not affected by the retirement expectations of their colleagues, and that inclusion of this variable does not affect the relationship between training access and expected retirement age. These two robustness checks suggest that the relationship between training access and expected age of retirement may be causal.
34
34 We also estimated an instrumental variables (IV) model in which the existence of bonus payment schemes is used to instrument for the firm's training policy (results available on request). Bonus payment schemes provide monetary gift incentives, and may be a substitute for non-monetary gift incentives such as the provision of training access. This makes bonus payment a potentially suitable instrument for training provision by the firm.
The first stage of the IV-estimation subsequently showed that the extent to which bonus payments are applied in organizations is indeed significantly negatively related to the degree that training policies are applied. In the second stage, we observe that training policies still have a significant positive effect on expected retirement age.
These results further suggest that training policies may have a causal impact on retirement expectations.
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Conclusion
This paper investigates whether a firm's training access policy targeted at the older workforce can be successful in stimulating the employability and labor market attachment of older workers. For this purpose, we employ a unique, matched employer-employee data set that allows us to investigate whether policies providing organizational training targeted at older workers, as reported by employers, is related to the expected retirement age of their employees. The data set builds on two linked employer-employee surveys conducted in April 2012 in the Dutch public and privatized sector:
an employer survey specifically designed to collect detailed information on organizations' HR practices, and that includes several measures of the extent to which training investments of older workers are stimulated by their employers, and an employee survey that elicits expected retirement age.
We find that offering training access to older employees is significantly positively related to the expected retirement age of a firm's workforce. A one-standard deviation increase in the degree to which employers offer training access is associated with an approximately 1.1-to-3.0-month higher expected retirement age. We show that this relationship is not likely to be driven by self-selection of highly educated and motivated employees in organizations with extensive training policies, higher labor productivity, better financial situation of the organization, overall HR management or reverse causality.
Moreover, the positive correlation between offering training access to older workers and expected retirement age is robust to controlling for employees' actual training participation. This suggests that access to training has positive effects on the timing of retirement over and beyond workers' actual training participation. We show that this positive correlation between generous training access and the expected retirement age of individual employees is strongly driven by employees' positive reciprocal inclinations, especially of employees who work in organizations that are financially sound and that did not reduce their workforces in the preceding year. Positively reciprocal employees employed in organizations that offer training access to older workers on average expect to retire 3 months later than positively reciprocal employees who work in organizations with no training access, and 1.5 months later than non-positively reciprocal employees of organizations that offer training access. This shows that provision of training access to older workers may not only improve the skills and productivity of employees, but also have major positive behavioral consequences that enable firms to reap the benefits of investments in the human capital of their workforce for a longer period.
By confirming that advanced organizational training policies can contribute to later retirement of specific groups of employees, these findings have great relevancy for public policies that aim to retain older workers in the labor market for a longer period. Our results strongly suggest that behavioral factors play a critical role in this relationship. The provision of training access may be a useful instrument that can complement pension system reforms that aim to increase the labor force participation rate of older workers as currently applied in many industrialized countries. Furnham et al. (2003) and McManus and Furnham (2006) . We use 18 variables to identify the job tasks performed by employees. These are based on 18 questions from the Princeton Data Improvement Initiative (PDII) Survey. The relevancy of these job task measures is validated by Autor and Handel (2013) . Furnham et al. (2003) and McManus and Furnham (2006) . Job tasks are measured using 18 questions from the Princeton Data Improvement Initiative (PDII) Survey. The relevancy of these job task measures are validated by Autor and Handel (2013) . Overall personnel management is measured by 11 indicators derived from a factor analysis on employers' answers to 48 questions on the extent to which HR-instruments are applied within the firm. Table B1 in Appendix B displays information on the distribution of employees over the various subsectors in the representative sample (Columns 1 and 2), the response rates to the employee survey (Column 3), the distribution of workers over subsectors in the employee survey (Columns 4 and 5) and the distribution of employees over sectors in the matched employer-employee data (Columns 6 and 7). The largest subsectors in the representative sample of public sector employees are Primary and Secondary Education (25.8%), Municipalities (19.8%) and the National Government (13.4%).
Column 3 shows that the response rates to the employee survey are very similar across sectors, at approximately 11%. The lowest response rate is found for academic hospitals (8.2%), while the highest response rate is found for workers in intermediate vocational education (12.8%).
The representativeness of the estimation sample is further explored in Table B2 , which presents the observable characteristics of employees with and without a match to their employer in Columns 1 and 2, respectively. Column 3 shows the t-statistic for the test of whether employee characteristics differ between employees with or without a match to their employer. We find that the between-group differences are small. There are only weakly significant differences (at the 10% level) in the number of 45-55 year-olds and highly educated, and in job engagement between the groups of employees with or without a match. Therefore, we can reasonably conclude that employees who can be matched to their employer are similar to those for whom no match is available. Number of sick days (self-assessed) 6.3 6.7 0.56 * p < 0.10, ** p < 0.05, *** p < 0.01. We also performed the same test on the 18 job task indicators used in Table 1 and found no significant differences in the job tasks of employees with and without a match to the employer data. 
